This case study attempts to identify the reasons for high turnover of academic staff in private higher institutions especially in small colleges. Three small colleges that shared almost the same type of background were being selected to participate in this study. The academic coordinator from these three institutions was interviewed. This case study has been adapted into qualitative method in order to discover any new elements that are able to explain the lower retention rate among academic staff in private college. The findings indicate that there are several factors that spearhead to failure in retaining academic staff in private higher institution including task and work load, conflict of role, underpaid, and other intrinsic factors. In addition, this study has drawn some suggestions to small colleges to retain academic staff and to Malaysian Quality Accreditation to monitor and regulate turnover rate of academic staff in small colleges.
Introduction
In recent years, organisations experienced intensive competition, both domestic and international levels in retaining talented employees. It has become a daunting task to retain employees for organisations especially in private higher educational institutions. All organisations regardless of size, are struggling with the issue of retaining productive employee (Fortune 500, 2017) . A debate has been raging for many decades, whether is it important to retain employee or to have a succession plan across the organisation (Lewis & Heckman, 2006) . Employee retention is a process which the employees are encouraged to stay with the organisation for a maximum period of time to enable them to develop required knowledge, skills and experience to perform exceptionally in particular organisation, without the need for continuous training. (Sahin, 2012) According to American Institute of Research (2009) ' organisations that failed to retain top talents are spending more in term of finding replacement staff and provide training. Apart from this, high turnover event will erode morale among those who stay and would affect customer retention. The reason for organisations to lose their top talents includes multiple factors such as dissatisfaction on compensation and benefits, supervisor and subordinate relations, poor organisational culture, lack of two-way communication, corporate identity or prestige, and the working environment.
In the context of private colleges in Malaysia, the turnover rates of the talented employees who can be a faculty head, senior lecturer, over even a new lecturer is relatively high. According to Malaysian Employers Federation (MEF, .2012 ) the turnover rates specifically for academic staff from private higher institutions for the period from July 2010 till June 2011 was 30 %. This figure is surprisingly high for a profession which is thought to be less stressful. According to Feng & Angeline (2010) , over the past decades, Malaysian colleges have continued to face the problem of academic staff turnover or 'brain drain'. retention of academic staff in the PHEIs. Choosing the right research design is vital because it is likely to influence the outcome of the study. In order to produce the best result, a decision on the right sample and how data are being collected is very important. (Wellington, 2015) . This descriptive-correlation study is chosen to allow a qualitative description of the relevant features of the data collected as well as to examine the relationships between the variables. The study was conducted in a qualitative approach where only subset of the population is selected through a non-probability sampling and the research covers the academic staff of private higher institutions in Kuala Lumpur area, where three small colleges were selected. Due to the limitation of time and cost, sampling method was used to ease the process of this research project, using purposive sampling where it is one of the most common sampling strategies, the participant is preselected accordingly to fit into the criteria of research.
The participants for this study were academic coordinators from respective institutes. The reason for the academic coordinators to be selected for interview process was because they are directly involved and have experienced the turnover of academic staff. Coordinators were also selected as they involve directly in the hiring process thus that will allow to gather the data more efficient and adequately.
Primary data is such data gathered for research from the actual site of the occurrence of events. Primary data can be collected through questionnaires, interviews, observation and personal portfolio (Sekaran, 2013) . In this research, few standard questions were constructed for the participant to respond during interview session. Respondent are required to answer the open ended interview question. The questions were adopted based on the literature review. The questions cover three part of achieve the objective of this research which is the retention of academic staff, factor influence the retention of academic staff and the effects on institution. The open-ended question will allow respondent to provide feedbacks, comments and suggestions about this study. The interview question designed to be unstructured and directed towards obtaining insights, opinion of the interviewee towards the retention of academic staff. There were a total of 15 questions asked to the interviewees who are academic coordinators from the three small colleges (student number less than 1000) in Kuala Lumpur. The research was conducted by structured and semi structured interview, by probing further questions to obtain more clarifications and information based on the answers provided by the interviewees (Lofgren & Kent, 2012) . All the transcripts were processed to segment the data in order to discover the patterns in the form of similarities and differences. After various processes that include labeling, coding, and categorizing, the data were arranged in specific themes that apply for all three institutions for comparison. There are in total 12 themes that have been identified. Secondary data refer to the data that being gathered through such existing sources (Sekaran, 2013) . In this study, the researcher user journals, previous research, articles that relevant to this study as the secondary data.
Data Analysis Coding
Once the data is collected, it is then transcribed to discover patterns. There are six different ways of discovering pattern as such frequency, magnitudes, structures, processes, causes and consequences (Babbie, 2013) . Once patterns have been discovered, case-oriented analysis will follow by noting down the reoccurring or similar patterns of action among the studied institutions. This process can be described as coding or indexing. Using the qualitative data analysis an open coding method is employed by means of labeling the concepts, where the researcher assigns codes after careful examination of the data.
Memo Development
Once the coding is complete, memo development or notes process follow through. Memo can describe and define concepts, deal with methodological issues, or offer initial theoretical formulations. (Babbie, 2013) There are generally three types of memos; code notes, theoretical notes, and operational notes. This study utilizes code notes which identify codes labels and their meanings help to draw similarities and differences between the collected data (Babbie, 2013).
As the final process for a better effective and efficient understanding on the data collected, a concept mapping is required to analyze the relationship among the themes created more clearly by illustrating in a graphical format. The graphic display of themes and their interrelation will be useful in answering research questions (Babbie, 2013) .
Analysis
Several steps have been taken to analysing the data, towards achieving the research objectives. The objectives of the study are i) To identify the retention rate among academic staff in small colleges ii) To identify the factor that lead to failure in retaining of academic staff in small colleges iii) To determine the effort of small colleges in retaining productive academic staff. iv) To investigate the impact of high turnover of academic staff to the colleges.
The next stage is coding process, the researcher has coded from labeled information, the objective here is to narrow down or to perform a data reduction and to obtain a comprehension about the data. Coding can be done by just include words, sentences, paragraph. In this research, the researcher coded sentences since it's provide multiple information that will be difficult to analyse if these are broken apart. Appendix 1 refers to the coding output arising from this process.
Categorizing is a process to decide which codes are important and which are not, create categories by combining codes together. Certain code created in the previous step had to be due to its insignificant and are unable to be grouped together into any of the created categories. Appendix 2 refers to the categorizing output.
Theme development, which is a process of keeping all categories that, is important and establishing themes to classify it further. The objective of this process is to find the relationship among the categories and also to make comparison between all the three institutions. Appendix 3 shows the themes obtained to segment the data, for the purpose of identifying distinct information according to institutions.
Institutional growth
Despite minor differences in year of establishment, all three respondents have been established and started to grow within 10 years. All the three colleges also offer pre-university programs despite two of the institutions just started to offer degree programs. Another similarity under these themes is that all three colleges started with less than 15 lecturers to serve in their pre-university programs.
Growth pace
This theme intends to highlight the main attribute for the institution to grow and enable it to hire more academic staff. All three respondents share the same reason here; they all grow because of increase in students' number and the enrolment of international students contributed to that.
Hiring method
All three respondents use online portal to advertise their need for academic staff and use it to source applicants, interview them to know more about them and decide whether to hire them or not. Only one institution conducted needs analysis, and they claim they fully follow Malaysia Quality Accreditation based on a lecturer -student ratio of 1: 30, indicating that they will hire accordingly to the increase in student numbers.
Selection criteria
All three gave attention to the number of subjects that can be handled by an academic staff, the more the better chance for them to be hired. Apart from that two out of the three respondents look into candidate's personality and other attributes such as team work and multitasking ability.
Salary and benefits offered
All three respondents offered between RM1800 to RM2200 for fresh graduates and offer RM2400 to RM2500 for candidates with a Master degree qualification. For candidates with experience, C2 offers RM3000, and C1 will offer RM2500, while C2 mentioned that its offers based on the candidate's previous salary but will not consider any candidates who ask for a very high salary. Generally, all three colleges provide mandatory benefits that are quite alike which covers annual leave, medical claim, Employment Provident Fund and Social Security Organisation contributions. Apart from that the PHEI's also provide time flexibility to help their academic staffs who are pursuing higher studies. C3 claims that it provides faster promotion to their staff based on their ability to perform assigned task.
Task and workload
Describes about lecturers teaching hours and other tasks, other task assigned to them. For teaching hours C1 assign 24 hours per week. C2 and 3 assign 21 hours of lecturing respectively. Apart from lecturing, the lecturers are required to perform multiple administrative tasks and are also involved in marketing. They also need to head in the division of academic unit in C3, due to this, the teaching load reduced as part of their promotion programs.
Response towards retaining
All three respondent stated that they unable to control turnover among academic staff. C1 mentioned that they are facing high turnover among lecturers and consider it to be a normal phenomenon. Academic coordinator from C2 mentioned that they will try to retain contributive staff, meanwhile the academic coordinator in C3 expressed the low level of retention, with only three staff were still continuing to serve the college from the beginning.
Factors of failure in retaining
The academic coordinator from C1 has mentioned that the failure in retaining occurs because of lecturers' higher expectation on salary and other aspects; they were unable to understand the reality of how private institutions operate. Incompetency of lecturers in term of teaching and handling administrative tasks leads to the reason for them to leave. Many lecturers are also facing difficulties in handling international students. The academic coordinator from C2 mentioned that their institution has to allocate more funds to provide additional benefits to retain the academic staff. Furthermore, lecturers demand extra remunerations for any additional tasks that they perform, and its usual for academic staff to resign and move on when this is not meet. The academic coordinator from C3 highlights that, the failure in retaining is because there are too many options of private college for the academicians to choose from. They may even get higher salaries offered by other institutions.
Factors cause's lecturers choose to leave
There are similar factors can be identified in all the three colleges which is inability to teach international students. The academic staff also considers small colleges as a place for a temporary stay as a stepping stone, or uses the opportunity and utilise while they complete their higher studies. The academic coordinator from C1 mentions that the academic staff view that the college is overloading tasks on them. The academic coordinator from C2 mentioned that, the academic staffs choose to leave as they were unable to assist in marketing. The respondent from C3 mentions that the lecturers are unable to adjust themselves with their conflict of role since they required doing a range of task.
Effort to retain
C1 provides advice and counseling, and also award bonuses to the staff who is highly contributive. C2 provides additional benefits to their lecturers, such as more annual leaves, reduced teaching hours, collectively reward for multiple contributions and arrange seminars for skill enhancement for them. C3 provides salary raises and bonuses based on performances even though it would require allocation of more funds, and conduct training for the academic staff development to transform to more productive. In sum, all three colleges appear to provide financial and non-financial rewards based on what the lecturers could provide on and above their teaching loads.
Ways to identify productive employee
C1 identify productive employees by looking at lecturers who can carry multiple roles successfully and can complete tasks on time. C2 identify productivity of staff by evaluating contributions and accomplishment in additional tasks and not based on their lecturing role alone, by saying "that's why we pay their salary". C3 evaluates productivity by examining project accomplishment. The types of projects assigned to them are mostly curriculum development of upcoming programs, prepare documentation and administer tasks for MQA visit and other projects.
Impact on the college
When an academic staff leaves, C1, uses contract to curtail any lecturer from leaving before the particular semester ends. The impact is on the academic coordinator to find a replacement quickly in the shorter period of time.
Meanwhile it causes some impact on students to the extent they would be asking the college for their lecturer. C2 faces the impact on finding the replacement quickly and difficulties to get loyal and potential replacement staff to replace those highly contributing. It will create a small effect and short term impact on students and staff where they might spread some speculations. For C3, it will create short term effect on students, staff motivation and further the lecturer left without giving proper notice, the impact will be on other lecturers who have had to shoulder the load and the responsibility of the former have to be distributed. There is no long term effect, as the hiring process will start immediately to fill the gap. ISSN 1927 -6044 E-ISSN 1927 
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Co-relations between Themes
The relationship will be helpful to identify the meaningful connections between the themes and sub-themes to answer the research questions. These themes can be illustrated using a flow chart since it will help to derive to cause and consequences of academic staff turnover and retaining effort by the institutions. Referring to the Figure below, all three institutions have experienced increase in student enrolment particularly international student's enrolment.
This has been proven through the responses from all three respondents. For instance, C3 has managed to secure International Student Intake license to enable them to enroll international students. The increase in student numbers has resulted in the colleges to go through fast paces of growth resulting in the need to hired more academic staff.
The interviews reveal that Malaysia Quality Accreditation has developed a standard for lecturers to student's ratio that needs to be complied with, which is 1 lecturer to 30 students. Every college practices certain priority or criteria of selection when it comes to hiring lecturers. But there are some similarities between them; they gave importance on the number of subjects that can be taught by the lecturer. This is made by examining the candidates' transcript during the interview. The more the subjects that can be taught the higher the chances the candidate will be hired.
Once the hiring process is completed, these lecturers will be mobilised for academic and multiple administrative tasks. Apart from average teaching over 21 hours they will be assigned with other tasks such as, monitoring student activities, student records, documentation, handling visits or inspections, and also involved in marketing. All these tasks create conflict of role among the academic staffs find it difficult to cope with. These tasks are perceived as over loads by the lecturers. Furthermore, the institution's principle on evaluating and identifying the potential academic staff based on their ability to perform multiple roles, puts off lecturers who face conflict of roles to be regarded as unproductive employee. The colleges have only taken effort to retain those staff that they identify as contributing lecturers. These staff will receive bonuses and salary increment and higher positions. This situation ends up on most of the academic staff who decides to start looking for other jobs. Among the reason that can be identified in all three colleges is that, vast majority of academic staff face problems in handling international students. Another reason is
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that most of the academic staffs employed at colleges are fresh graduate with a degree. So once they complete their higher studies and earn sufficient experience to qualify for entry into larger institutions, they too choose to move.
In term of response towards retaining the academic staff, these colleges have not done much. One of them, the college try to minimize is impact by designing the contract to disallow any academic staff from leaving in the middle of semester and also to start the hiring process to find replacement as soon as possible. There are few factors that contribute to the failure in retaining academic staff. The factor with higher occurrence among these three colleges is lecturers' higher expected returns. They expect and demand for higher pay which is a limitation for small colleges. This leads to most of them searching for jobs in other institutions to move on. Another reason is unmatched expectation between the academic staff and the management of the colleges. The colleges require a multitasking personality candidate who is able to contribute in both teaching and handling administration, but the academic staff are facing difficulties and do not prefer to perform multitasking and often wants to leave. Another reason is that the academic coordinator and the management of small colleges are already used to the situation of very high turnover and accept it as a casual event, and no serious efforts have been taken to correct this issue.
The failure in retaining academic staff, will lead to high turnover of the academic staff, causing certain impacts to the institutions. All these three institutions faced problems to obtain a potential replacement candidate, and in the mean time they have to distribute the tasks to the existing staff and this creates dissatisfaction and erodes their motivation to stay. There is certainly a small impact on the students when the academic staff leaves. Apart from that, the remaining staff will speculate on the reason why certain academicians leave. All the institutions claim that there is no long term effect on the institutions.
Conclusion/Recommendation
Academic staffs are one of the most prominent people in a private higher institution, the task of providing education service to the students and to ensure the students are well equipped with knowledge and skill required for them to be awarded with diploma or degree certificates is completely in the hand of academic staff. Public universities and big private institutions focus on few aspects of academic such as research, publication, projects and other elements apart from the core lecturing task that directly related to the academic pathway. Meanwhile small colleges, who runs only diploma, foundations and certificates programs spin their academic staff task in the area of administration, and marketing task apart from lecturing. The problem faced by small college is that the academic staffs leaving too frequent. While this is happening, it is known that small colleges are not doing much to retain further their academic staffs from high turnover. This would certainly affect the management of classes and satisfaction of students as they see their lecturers keep changing. Apart from deteriorating the college image, this also may taint the image of the country over its educational system as these private colleges tend to focus very much on foreign students. This directly contradict with National Higher Education Strategic Plan (PSPTN, 2011) plan and its effort to promote knowledge economy and along the way expect to bring in more foreign students as Malaysia works towards becoming an educational hub. The nation target will never be achieved if these colleges do not protect or arrest the issues of academic staff turnover.
Task and workload being one of the factors that contributes to failure in retaining academic staff in small colleges. An average of 21 teaching hours per week accompanied with administrative task and marketing tasks adds more pressure. This can be categorized as overload of task by benchmark it with MQA requirement that suggest only 18 hours of lecturing per week. This will cause the academic staff to be exhausted and affect their intention to continue to serve in the institution and they might choose to move to other institutions that offer better task distribution.
Apart from that, salary and benefit offer contribute to failure of retaining since all three college underpaid their lecturer by not matching their academic qualification and expected salary and supported with just standard and mandatory benefits. This factor is the most crucial one; the academic staff might consider putting up with pressure and workload if they were well paid. But when the pay itself is lower, and together with the pressure, the academic staff will definitely move on to another institution that will offer their pay scale as per their request. This situation caused by availability of many candidates in the market who is ready to take up the job with low salary. Small colleges also put forth the arguments they only raise salary to the academic staff who have contributed a lot to the college by completing administration task and marketing task and not valuing from the lecturing task. C2 claim that they don't value their academic staff based on teaching ability since that is a basic ability doesn't require any raise. This understanding creates more room for academic staff to choose to move from small college. Academic staffs are not being valued in the correct aspect that they supposed to be valued or where their strength is instead being valued on other factors, task that they are not having any expertise on. In the end, the academic staff will choose to move on to another institution.
Pertaining to previous explanation, another factor that associated with turnover is conflict of role. Where the academic staff were expected to be all-rounder and possess the ability to carry out and complete multiple administrative and marketing task, while academic staff wants their task to mostly focus on lecturing and others are minor task that will be assigned from time to time. But when the sideline task become the main aspect to performance evaluation, its creates a conflict of role there, where the academic staff need to prioritize the administrative task and ensure the completion of it. As per interpreted in the date all three colleges have mentioned that one of reason that result the turnover to be high is because the academic staff unable to handle administrative and marketing task. C3 went further and state that, they will let go non contributive staff who didn't play their role well in multitasking ability after end of their contract.
Another reason that directly contributes to the failure of retaining academic staff in small colleges is the inability and difficulties faced in handling international students. The diversify population in small colleges occupied by students from various countries such as from middle east, African region, Russia and from other part of the world create a barrier between the academic staff, where they face great struggle to lecture them. The barrier in this context can be in term of communication, culture, ethics and norms. Since the population of international students is high in small college as per mentioned by C2, it is assumable that classes are fully occupied by them and this may limit the lecturers' capacity in handling them thus lead the academic staff to choose to leave.
In term of efforts taken by these small colleges in retaining academic staff and control turnover, all three colleges mentioned nothing much they able to do about it. All three respondents provide additional benefits such as bonus, salary raise from time to time upon task accomplishment to encourage and motivate productive academic staff to stay and contribute further. Apart from that C2 and C3 provide training to develop their academic staff skills and for continuous improvement. These efforts show that, small college are lacking with the ability to retain their academic staff, their effort not consistent and does not prioritize the academic staff welfare and career growth.
Impact of Academic Staff Turnover in Small Colleges
All three college claims that they only receive short term impact and not for long term. Generally, all the colleges face problems to find replacement quickly when the academic staff leaves immediately. C1 use the contract agreement to minimize this impact by including a term that prohibits any lecturer to leave in between the semester. This will help the college from facing problem with finding replacement lecturer in between the study week periods. C3 mentions the impact of academician turnover will be on distributing task to the remaining lecturer, as there are some lecturers who leave without giving a proper notice and this situation affect the existing staff motivation. At the same this will completely erode morale of the existing academic staff since they to shoulder more responsibility and workload if the institutions fail to hire new staff in a short period of time. Having short period of time hire, this might cause wrong selection and will continuously affecting the college. Overall all three institutions mentioned they are able to overcome the short term effect and there will be no impact for long term, and they are used to high academician turnover. It shows that they accept the fact that academic turnover is very common, and something that is norm, regardless of how frequent this happens. Some even (C1 and C3) said that they can be easily replaced by looking into online job portals.
Further study should be undertaken to cover wider locus, a comparative study between the academic staff from public higher institutions and private higher institutions is highly recommended as this provide insights on the task of academic staff. The future researcher might attempt to apply interview or focus group method of data collection to the academic staff itself to know further their intention to leave a higher institution, and the causes for that decision. An advance level of research on the academic staff who moved from one institutions to another suggested to be conducted to identify does the problem occurs with only few institutions or that is a common problem shared by all the institutions in the country. Due to the increase in student's number and also we need people with specialization on most of our programs, so we hired them.
The number of academic and admin staff increase because of increase in student number enrolled into our programs. The application is increased not only from local student but also international students. The growth in the numbers tend to be promising and that
The increase in student number especially in Foundation in Science which is close to 300 students. We manage to secure KDN license to enroll international students into our programs.
That's overall increase our students number in diploma programs tremendously. We are also We select academic staff from interviews; usually we will post the job advertisements in online job search portal like jobstreet, jobcentral. Then we will call those qualified and match with our pay scale for interview. We will ask them to do a mock lecturing on the subject that follows according to the expertise. Later we will ask some general questions, on their goal, character, and other related particulars.
Candidate can apply through our website and also from job portal like jobstreet.com. We will select them based in their qualification; later invite them for an interview.
We use conduct our analysis for following semester and will finalize on the subjects that going to be offered, number of cohort or classes, estimated number of intakes. Then we will finalize on the capacity of lecturer, we will decide to hire if we need more. Mostly we use jobstreet.com service to advertise and attract potential applicant. Once we receive some numbers of application we will call them for interview What are the criteria that you lookout for before hiring a lecturer? *Do you hire part time lecturers
The important factor here will be their paper qualification, they need to possess the right degree to teach particular program. The more the number of subject they qualified to teach, the more changes we will hire them. We usually hire part time lecturer to teach specific subject and pay them on hourly basis. We need candidate who can teach more general subjects. Other criteria will be on how fit they are in caring administrative role to support this college, since we can't hire one person for one job.
The consideration will be made based on their transcript, we want to know how many subject the candidate qualified to teach. If we are hiring lecturer to teach diploma students, we will go for degree holders. For degree programs we will hire master holder. Salary expectation, previous salary if they possess any working experience will be considered.
Yes we will if we need them for any specific courses. I personally will look up into personality of the candidate, because without a good personality they can't carry the name of the college. Next will be the ability to work in a team, not many people can do that. I will consider their involvement in curriculum activity since that will reflect whether the candidate is multitasking person or not. I will evaluate their skill and knowledge in the subject matter in term of their academic achievement and other criteria.
How much do you offer them?
Not Answered
Not Answered We have our standard pay scale that we will follow strictly most of the time. But candidate is allowed 55 to negotiate, it might be considered for a raise.
-Lecturers without experience
For fresh starter, we offer RM1800 to RM2000
We start a RM1800 For fresh graduate with bachelor degree qualification, we will offer RM2200 no more and no less.
-Lecturers with degree
We don't usually hire people with master degree. If
With Master qualification we will offer RM2400
For master holder we will offer RM2500 for the start, we will We will utilize part time lecturer to conduct degree programs.
The degree program just being launched and the student's number is still little. We will hire master holder in future depend on student number. consider raising their salary continuously based on performance.
-Lecturers with experience (how do you adjust)
It will be same as master holder RM2500 maximum.
We will compare to their previous salary and offer according to that, but most of time we will never invite those who expect for hire salary.
We will hire experience people based on the need for the subjects. Generally, there must be one experienced lecturer to guide 56 other. We can offer up to RM3000.
What are the benefits do you offer for the lecturers?
All the basic benefits provided to them. As such medical claim, annual leave, EPF, SOSCO.
If they were to pursue higher studies, we will help them by adjusting their teaching hour and time table
It's a standard offering include, health claim, annual leave, time allocation for those who doing higher studies.
For direct benefits they are entitle to medical claim for RM660 per year, EFP contribution, Socso, salary on time, 14 days of annual leave.
For indirect benefits, we provide lecturers free time to do their further studies, everyone have the opportunity to move up faster in corporate ladder based on performance, and we don't follow seniority but prioritize ability.
What is their workload?
How many hours they need to work in a week?
What are the types of administration task assigned Every lecturer need to lecture 24 hours per week and support in administrative task that will be assigned from time to time. 48 hour per week. 8 hour per day.
Mostly will be student's administrative matter such as activities, external communication, and source for sponsorship for student's activity, general clerical work Every academic staff needs to lecture for 21 hours per week minimum. In between they need to complete some other additional task that will be given to them.
Mostly will be on students' registry, preparing documents for inspection and other quality visit purpose, and also attending education fair.
The staff who contributes more will have more chances to het increased in their salary. Those who didn't will take longer to get raised. Every lecturer will be entitling to do full 21 hours of teaching for a week. If their teaching hour is lesser, then we will request them to assist in other administrative work to assist the growth of our college. For those lecturers who are heading to division of management, their teaching hour will be less than 10 hour for a week. This is to allocate more space for them to work towards development of our college. ISSN 1927 -6044 E-ISSN 1927 to them? and also marketing task.
Are you successful in retaining academic staff?
That's depend on the lecturer themselves, if they choose to leave, then there is nothing we can do about it. The turnover process in active in academic position, I think it's the same in most of college. That's normal and we know how to adjust ourselves to it.
We are successful in retaining contributive staff by providing some additional benefits like more leave, annual trips, Less classes, bonuses and so on. These staff will be with us for longer than the not much contributing staff, they just receive their standard salary.
That's depend on how you describe retaining. The difficult thing is to deal with high expectation of lecturer, these people can't see the reality of how private institution operates, we need to be self-sustain, and so we need to practice certain limitation on salary scale and other expectation of lecturer.
Sometime the incompetency of lecturers also a reason for we choose to sack them, if they can't perform then we have to choose to terminate their service here.
In term of teaching and ability to carry administrative task.
Yes, but when they stand in front of class with large number of students, they simply can't perform. Some of them were having difficulties to handle international students.
The college need to allocate more finds to provide them additional benefits, the lecturers demand extra pay for every administrative task they perform complete.
No but will reward them collectively for their contribution.
There are too many institutions out there that are looking for lecturers all the time. Their salary offers or other benefits might attract them. We need to spend more on offering higher salary to retain them and that cost us more all the time.
Why do they choose to leave?
It's because of their mentality, most of them seeing small institution as place for temporary stay to get experience till they complete their higher studies. Once completed they choose to move to prominent institution. This happen all the time.
If they get better offer from what they are getting here, they will definitely leave. It's very common for academic staff to resign and move to other institution. There are too many options for them to choose for. From my experience, they are lecturer who left because they can't teach international students, some left because we ask Most of the lecturer especially the fresh graduate's intent to be with us to gain their experience and to further their studies at the same time. Once the meet their requirement they will leave us and join bigger institution such as Sunway, Taylor and so on.
As I mentioned earlier, some of them struggles in adjusting themselves to teach international students. They felt the difficulties on communication, giving orders and so on.
Probably they feel the amount of work assigned to them is too much since they need to carry both lecturing task and administrative task. Most of them are very young and they give up very fast. So the decision to leave is on them all together. them to assist in marketing task.
Some of them can't cope themselves to teach or handle international students, since we having a very big population of international students in or diploma programs.
Some even tell me that they are facing conflict of role, that they can't do marketing and administrative work.
What is your action when they mention regarding conflict of role?
Not Answered
Not Answered I can't do much, I will try to involve them more into teaching and less into other area. But that cannot be continued for long because they might have less hour of teaching in the upcoming semester. Further we are a growing college, and I can't hire 1 people for 1 task.
What are efforts to retain them? I personally will advise them on the role that they to require playing both as lecturer and admin, give them some bonuses for those who perform well but that depends on situation. Basically if they choose to leave then there is nothing much we can do about it. We just need to get ready to employ another new candidate.
As said before, we provide bonuses, annual trips and raise their salary based on their contributions. We also arrange seminar and workshop for our academic team from time to time to sharpen their skill.
We will give them a raise and provide bonus programs based on their achievement and accomplishment of certain task. We also organize lecturer's activity and staff training to motivate them to contribute and be productive and also to stay long with us. We revise salary once in a year, lecturers can expect at least 10 percent of salary increase. All these efforts cost us more but we still try to spend for our workforce satisfaction. But sometime we let go certain lecturer at end of their contract if we find that they are not contributing much and it's better to get them replaced.
How do you identify who are the productive Those who able to lecture well and able to contribute in administrative task are the best potential one. It very easy for me identify their Based on their contributions and accomplishment on additional task assigned to them.
Through projects, we are not a research university so there is no requirement to do publication and so on. But there is a lot projects going on from employee? potential, it's when they complete their task on time.
Mostly every lecturer that we hire can teach and there is nothing to compliment on that.
time to time.
There are number of new programs that need to be started soon, I will assign the lecturers to come up with syllabus content for the programs and prepare documents and complete guideline to be submitted to MQA and MOHE for approval.
Apart from that, the lecturers will be assigned to prepare for MOA visit on ongoing programs accreditation. We will value their involvement in these projects. Some of them have been hugely rewarded due to their upmost contributions. Since this signifying the growth of college.
What is the impact to you and the institution when a lecturer leaves?
We have structured our contract that a lecturer can only leave after completing the semester and not in between because they can't just leave the responsibility and move away. So it's manageable, we will hire new employee by the time the existing one choose to leave. The impact is there, some students might prefer to few lecturers but that's all minor impact. So we are not worried about that and we already used to high turnover environment For me the impacts is on finding a replacement and make sure the new candidate to fit into the role as soon as possible, Its one of the most difficult thing to be done with limited amount of time.
Losing the most contributing one will be difficult to be replaced with same potential and loyalty.
For the institution, the students might wonder regarding their where about, existing staff will be behaving negatively like creating rumors, talking about any internal issues and so on. But all these are temporary only. We can overcome in long run.
There is some short term effect to the students, if the lecturer is a friendly personality with a lot of involvement with the students. For the staff, it will be their topic of discussion for some time, and might affect their motivation. For institution, if the lecturer left by giving proper notice, we will start hiring process to find new people.
Yes it happen from time to time, it depend on the individual as well, if the left just like that, we have no choice but need distribute the class to existing lecturer until we find a replacement.
In long term, there is no effect at all, we have used to this kind of situation. Since the supply is huge, we don't have to worry much.
NO Question
Processes C1 C2 C3 2) Will post the job advertisements in online job portal like jobstreet, jobcentral.
3) Call those qualified and match with pay scale. What are the criteria that you lookout for before hiring a lecturer?
Notes
1) The important factor here will be their paper qualifications, right degree to teach particular program.
2) The more the number of subject they qualified to teach, the more chances we will hire them.
3)Require subject match in paper qualifications to apply for teaching permit 1) Consideration will be based on their transcript.
2) Want to know how subject candidate qualified to teach 2) If they choose to leave there is nothing we can do about it.
3) Turnover process is active in academic position. 4) That's normal and we know how to adjust 1) Successful in retaining contributing staff.
2)
Provide additional benefits like more leave, annual trips, less classes, and bonuses.
3)Noncontributing staff will just receive their standard salary. 1) Depends on how you describe retaining.
2)3 of our staff work with us from beginning.
3) There are people who stay and there who choose to leave.
4)
There is nothing much we can do about it. 2) Cannot see the reality on how private institutions operates.
3) Incompetency of lecturers also a reason to sack them.
4) In the aspect of teaching and ability to carry administrative task. Why do they choose to leave Notes 1) Seeing small institution as a temporary place to gain experience and complete their higher studies and move to prominent institutions.
2) Struggling to adjust themselves to teach international students.
3)Feel amount of work assigned is too much, and give up 1) If they receive better offer.
2) Common for academic staff resign and move.
3) Too many options to choose from. 4) Lecturer left because cannot teach international students. 5) Lecturer left because asked them to assist in marketing task.
1)
Fresh graduates' intent to begin with us and study at the same time.
2) Once fulfill the requirement they choose to join bigger institution.
3) Cannot cope to teach and handle international students.
4)
Very big population of international students. 2) Give them some bonuses to those perform well.
3) If they choose to leave, there is nothing we can do about it.
4) Get ready to employ another new candidate.
1) Provide bonuses, annual trips and raise their salary based on contribution.
2) Arrange seminar and workshop for academic team.
1) Give them a raise and provide bonus programs based on achievement.
2) Organize lecturers' activity and staff training. What is the impact to you and the institution when a lecturer leave Notes 1) Structured our contract that a lecturer can only leave after completing the semester.
2) Hire new employee by the time the existing one choose to leave.
3) Some students might prefer few lecturers but its minor impact.
4) Not worried about that, used to high turnover environment. 
